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ABSTRACT 

A study of turnover among high school superintendents 
and principals in small Kansas school districts found differences in 
age Bi and organizational characteristics, performance measures, 
and administrators’ perceptions in districts with ee and low 
turnover rates. Data obtained from 72 administrator interviews and 
educational directories and state salary/financial reports discovered 
differences in workload and support personnel, number of attendance 
centers, teacher relations, salaries, community location, school 
board stability, and wealth per pupil. Qualities of low turnover 
schools/districts included presence of assistant superintendents, 
administrators’ perceptions of their salaries as above average, good 
community location, more centralization, administrators’ positive 
attitude toward workload and satisfaction with others in workplace, 
better teacher~administrator relations, and teachers perceived by 
administrators as better paid than teachers in other districts. 
Qualities of high turnove. schools/districts included superintendents 
serving simultaneously as principals, reelection of school board 
president after previous defeat, more attendance centers, more 
problems with teacher relations, more wealth per pupil, more isolated 
communities, past administrator incompetence, good training ground 
for a better job. The study compares results with other reported 
research and points out implications for small school districts 
seeking to reduce administrative turnover and for administrators 
feeking employment. (LFL) 
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INTRODUCTION 

Job turnover is a phenomenon that fa present in 
any enduring organization. This turnover has been 
the subjeot of countless studies in business and 
induatry, and more reoently has reoeived attention in 
the educational literature. 

Publia school administrator turnover was the 
topio of a review of literatcere done by Burlingane 
(1977). Burlingame placed the yearly turnover rate 
for superintendents at about 20%. Typioal tenura was 
reported at approximately five tu six years. Ina 
Similar study, C.M. Smith (1981p.1) concluded that 
superintendent's job soourity has shown decline. 

Niakel and Congrove (1985) wentfurther with 
their oontentions regarding aduinistrator obange in 
schools. They: desoribed the turnover of 
superintendents and principals as a "disruptive 
event," one that changes communication, pover 
structures, decision-making, and goneral squilibriua. 

A atudy conoentrating on turnover in rural 
Kansas schools revealed that a yearly turnover rate 
for the past six years was 13% for superintendents 
and 20% for high sohool principals (Wilson, 1985). 
This study also determined that superintendent and 
principal job changes were increasing. Data 
indicated a markedly higher rate of ohange fron 1981 
to 198% than for the PFLOF three years. 
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Purpose of the Study 

Thia atudy wae undertaken primarily to gain « 
better understanding of adminiatrator turnover in 
Canesas sobools. Hore specifically, small achool 
afiatrists with a high rate of auperintendent and/or 
high sobool prinoipal ohange for the past ten years 
Were compared vith those that exhibit a low rate. 
The researoh investigated differences and 


Similarities of the bigh and low turnover groups. 


This purpose vaae 
realixed through identifying, comparing, and 
contrasting distriots and high sobools that 
experienced unusual amounts of turnover, unusual 
being defined as either very bigh or very low 
turpover,. 

The goneral bypothesis for this study, stated in 
the nuli form, wae that no significant difference 
exists between sobool districts with high rates of 
turnover and those that maintained low rates. These 
Gifferences were investigated with regard to: 
1)Demographio obaracteristics, 2)Organixzstional 
oharacteriatios, 3)Performance measures, anit 


&)Perceptions of aduinistrators. 
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Hethodology 

Distriota used in thie atudy vere selected bened 
upon adminiatrator turnover rates, fiigh and low 
turnover are relative terms defined using data from a 
piLiot atudcy conducted on e@8all Kannan seabool 
districts (Wilson, 1985), 

Districts with four or sore auparsntendent job 
ohanges over as ten year period ware labeled high 
Superintendent turnover and districts with five or 
wore bigh sohool prineitpal job changes over a ten 
year period vere labeled high privoipal turnover. 
The sane procedure wee uaed for selsoticon of lov 
turnover groups, but based uwpon the least sunber of 
job changes. 

Administrators in these diatriota/sehoolsa were 
contacted vie telephone and asked to participate in 
the study by providiog verbal comment into their 
GQiatrict/sehool turnover rates aad poraaible ocausea. 
They aleo provided information regarding situational) 
factors in their diatrioctsa/schoolsa. In the case of 
high turnover distriots/schools, settemptsa vere made 
to contact both ourrent asd peat atministrators. 
Only ourrent adninistrators were oontaoted in lov 


turnover positions. 
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Thin interview date was written inte narrative, 
eompihied, and the differant research groups vere 
gonparad. Frequencies related its the interviews vere 
compared for atatiattioal saitgnitfioance using obit 
aguare aGnalyaia vben eppropriate., 

Data to ostUpplesment the isterview data were 
Collected from educations! direatories, atate salary 
reports, and state finanotal reporta. These data 
were asalyzed using t-tests for isdependent sanples 
when in continuous forms and ze-testea when in the fors 
of peroenta or proportions. | Chi aquare sLralyeia vase 
weed vben the date were in the fors of frequencies. 

The .10 level vas conaidored aiguificast. the 
inoreased risk of Type II error was accepted due to 
ths exploratory nature of the ctudy and ewall sample 


oize. 


The Population 
The population peleoted for research vas ali 
Eassas Pudlieo Sebool districts lLinited by the 
following faotoars: 1) Diatriots with tota:i 


enrollments xceeding 1500 atudentsa were sot 
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Sneluded; and 77 Dtstriects vith total esrollmenta 
ese ban 200 atudents were not ineluded, The Upper 
limit of the population elisainated Yiseyntvoe of 30% 
Fanaewn aohoo)d diatricta (178) white the lover lintt 
eliminated thirtyetus (9383, HESS PoPULat ian 
constraints aleo eliginated the majority of diatricta 
that employed supsrintendenta as E-12 principals. 

Distrieta with bigh rates of supertstendent 
and/or high school prineipsal job change were seleoted 
for coppariaon with diatricts with low rates of high 
aehool principal and/or superintendent job change, 

Uigh turnover districts for auperintendests vere 
Gefined as thone experteneing four or nore changes 
Over the pant ten yeara. High turnover for high 
nebool prineipals vase limited to those with five or 
more job obanges over the past ten yeara. Six 
CGistriects bad beth high pripeipal and high 
auperistendent tursover. Tvelve diatriote vere 
sefinad as having had bigh superinterdent turnover 
only. Twelve different distriets tad high bigh 
sebool principal tursorer, 

Thirty different sebools or districts had either 
bigh superisteadent turnover, bigb prineipal 


tursover, or both. A %otel of Feurtees diatriets 


‘<) 
ERIC 


that had bhehs superpistlendesrt wPAOYeF were 
eseeifned, Fifteen dtffercit bigh pehaole vere 
S¥anined, Grae ehope nel le participate, 

Lov superiptendent snd high acheol artretpal 
turnover Were hose that had sa chenge is these 
positions over the Len years of the atudy, Sixteen 
Giatelots wet this eriters’s for both superistensent 
and high sehoo} principal, Fourteer differest 
Sistrieta that bad low turnover were ecoetacted, This 


represented sixteen different bleh schoola. Tvo 


ebose pot to partiotpate, 


inelrusestation 

Data for this atudy were gathered throvab two 
meapat Lelepbope interview and seturarital data, 
Subjective and objeotive data garnered through 
telephone interview were reinforeed and built upon 
vith Gata from Eaneaa State Department of Education 
aalary and finaneial reporta, sewapapera, asd Eansas 
state Departsaent of Edveoation and Kansas State BRigh 
mobool A£otivities Aasoeiation directories. 

Telephone interviews were sonducted ta as 
atteapt to gain first band kKnowiedge of the sebcad 
Giatricta telag compared. £2 interview gvice was 
developed for the purpose of Ceveloping a fornat, asd 
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atandardiaing response reverdieg, for the taterview 


(weottone vere Seveloped Lo abtete objeative and 
i Subfect3ve Sufegnatien From pertiotpaata, Thene 
questions foevsasd on aituational charaeteriattes af 
the #eboo) distriots and alioved aubsenta to 
extrapolate on those characteristios relationship toe 
tha turnover rates of their diatricta, 
+neauten Wan reviewed by two sdaioistratora and 
tvoyy Stinedra priorto betog used to isaure that the 


Questions were clear #8 Lo content, purpose, and 


wording. 


Data Collection ané Procedures 

Telephone interviews were cosducted fron Nay, 
1985 through Narob, 1986. These interviews lasted 
between five and twesty-five sisutes asd were done at 
Various tines during the ¢ay. interviews vere 
conducted of Gifferest days during the work veex 
(Noodsy tbrovugh Friday). 

The reseercher called, atated bis senza and 
purpose thes ssked if the subject 
Would allow the call ta de taped to allow for better 
reproduction of the Gate. Sixty-three percest of tbe 


isterviews vere recorded. Sone aubdjactes odsected and 
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thelr Seeliege were howered, VYkes the cadtes were sat 
Peccrged, Lhe Persereker atrited ine pefereaaties 
Fojaies bp the respondent, Ad} aublecta were asaured 
that selther thetr sanes, Ber the Benes bf the 
SEei rete Selsg Fesearehes weyts he peleased BY the 
Feasarcher, Severai aubjects asked te be re«assured 
GF thie Feet Curkeg the course ef ibe telervtew, 

The tatlervievs were eonsvered yveteg the 
ieterriew guide te BPrev¥ise ptreectere bat tbe 
respondents wers allowed to costrad the eauree and 
B@irestios af the teteretey, sub deote were egeeuraged 
19 provide ieformation beyond? whet wae epeciftealiy 
Beked an€ determines the progreanion of the questions 
Be they volunteered jteaformatios, Nasy callers gare 
either brief or 5a alteation to several areas of tbe 
euide, preferring to foevr of their specifie ideas or 
eonecrfa. By sliowing thie freedom of resnonsne, 
eheraetertation whieh were sot taeluded of the 
Znlerview guide alao aurfeced asd vere dereribed. 

As & 20n0lUBlOon Lo the isterview, Svybjeecla ware 
aeked to deseribe why they felt tbat their setoo} 
Giptriet exhibited the amorat of tursorer that it 
aid, 

& Lotel of 72 isterviews were condgected weriog 


the course of the atudy. Sone serbers of tke aaapie 


8 
10 


‘<) 
ERIC 


Gould eet be located, thus were nei esoateected, 3e 
SUOTFY CHRG, BIAATHE Bub JSELS Here Fant adahesetrators 
OF (he panple ghatriete. Thess Rieeleg auvlect+ ware 
deleraiees Lo be retired, vorviag out of the piata, 
®r ne lesger verkisg a2 scheel adaiziatrators, 
ASZiLbopel data were gathered to aupplenent that 
Geibe8 fe the interviews, Eaneew State Yepartwrent of 
Education provided teacher sad Priaeipal salary 
heformation, Flsanetal dete, sunber of stientence 
centers, susber of econnuntticn serted, and esrolieeasnt 
Sata. The Topeys Capita) Journal waa researched ta 
Obialp saaples of sthlette avocene and Lanaaa State 
Departmert of Education and Eeness State Sigh School 
Activities Assoetation directorien 3iated Presence of 
BUPPOrL poraoase) aud board of education preaident 
Lursover. The Eeneans State Departnest ef Education 
Provided minteus conpeteney teat reaulis asd the 
Cniveraity of Eanasaa School of Education provided 
atanderdized resulta of these reavitse that were 


Souparasie over tine, 


Method of Anzalyaia 
Variables of Lotereat ware orgasiaed tats aroupe 


for the purpose of ataccardizing the researehb. 
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PeRCeraphresa, Oy gawbeatgeees rvertetbesr, «48 
perferhabie CeHpeeed the groupe. 

DERSEFRaPEDS Fettere Suebudes Shere cet feeences 
HS CHFOITNSHL, BEKGeS bears Charectertetica, ed 
CORRUBILY SHATSET SFL aT Aee. Tammonhty cherecteriatica 
PHPeeL Peles were Pert bebpeets ‘perceptben af 
reelatlion, abd Coperiytyene ef tke connynsty, 

FORGO HESS Sharvstyertaitce -esearched wee 
Ge, Lebere, Zeeser, 483 Oteupetteoxn of wentere. the 
turkover rater fer sekheed beard freaetiunts were 2ziae 
WHOS 28 48H SHeet hee ehareclortatt<, 

Weelth per pupt) e242 generad yerceytyen of the 
FERPERTSRL were Lhe Finencteal mesaurese gaed, 
Fubjeots perception oF Pinanetad status and aetyet 
Tinenezad S809 Fran the #lele Separtwent were 
eosieeted, 

Eeroligent wee @ nesayre af orgentesttened eine. 
Selves eurelilmest wer previted BF the esecetisznea: 
Srretlorhes,. Fereepiiaae of alse en. ethange ta 
nveberes of slugenia vere alao Leventigated, 

Semegraphiec aspecia were tonetdere: RiZEiTieayry 
if the subjecte perceived them to $e better or weree 
ThSe Fiber webee) Chairiets #22 if a Fieeivaties 


eererres Lhel way have Pel eies Le Lvreorer, 


aa 
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Subjective data were compared for significant 
differences between the high and low turnover groups. 

Organizational factors that were researched 
consisted of support personnel, workload/job demand, 
labor-management relations, and teacher and 
administrator salaries. 

Support personnel factors inoluded presence of 
certified or uncertified assistants and the 
respondents' perceptions regarding the necessity of 
assistants. Educational directories provided 
objective data regarding the presence of support 
personnel. 

Workload/job demand factors researched were any 
duties that were perceived to be out of the ordinary 
and/or any increase in the responsibilities of the 
job. Data regarding number of towns with attendance 
centers and number of attendance centers served by 
one principal or superintendent were gathered from 
educational directories. 

Perceived problems with negotiations, status of 
teacher relations, and changes in the status o®? 
relations were studied to provide information on 
labor-management relations. Principals and 
superintendents gave their perceptions of the 


importance of this area to turnover. 
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The final area of organizational data was 
salaries. Respondents gave their perceptions of 
teacher and administrator salaries in their districts 
and whether these factors were related to the 
turnover rate of their district. State department 
salary studies provided additional salary data. 

Organizational factors were considered 
significant if the resnondents considered then 
important to turnover or different from other school 
districts. Objective data was considered significant 
if there was a significant difference between the 
high and low turnover groups. 

Perfornance factors were divided into twe 
groups. Academic performance data were gathered in 
the form of perceptions of student soores on 
standardized tests, importance of academics to 
turnover, and changes in the level of performance. 
In addition to the subjective data, Kansas state 
competency test results were compiled. 

Co-ocurriocular performance was studied in terns 
of respondents perceptions of performance in sports 
and/or activities, importance to turnover, and 
changes in the level of performance. Objeotively, 
football win/loss records for the distriots were 


gathered. 
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The data collected were analyzed using either 
chi squares, z-tests, or t-tests. Data from the 
interviews was in the form of frequencies and was 
therefore analyzed using ohi squares. The 
supplemental data were analyzed using chi squares if 
they were in the form of frequencies, t-tests for 
independent sampleuy if in continuous form, and re 
tests if in the form of percentages or proportions. 

The .10 level was used to determine the 
significance of differences between groups. This 
higher p value inoreases the possibility of 
rejecting the null hypothesis when it is fact true. 
This inoreased probability of Type II error was 
censidered acceptable due to the small sample size 


and the exploratory nature of the study. 


Summary of results 


Using the .10 level of significance, several areas 
were significantly different between the high and low 
turnover groups. These differences, reported by 
group, follow with a summary of the results also 
being provided in table 5.1. 

Organizational factors that were found to be 


Significantly different included presenace or 


14 
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assistants, superintendent serving simultaneously as 
principal, perceptions of teacher relations, and 
perceptions of salaries. Low superintendent turnover 
districts were more likely to have assistant 
superintendents than high turnover districts. 
Superintendents in districts where they vere required 
to serve simultaneously as prinoipals had high 
turnover. 

Teacher relations were perceived to be better in 
the high turnover groups than in the low turnover 
groups. This was true of prinoipals and 
superintendents. 

The difference in perceptions was also present 
with regard to administrator and teacher salaries. 
Principals and superintendents from low turnover 
schools/districts perceived their salaries as above 
average in significantly more cases than those fron 
high turnover schools/districts. This difference was 
not significant when the actual salaries were 
analyzed. 

Demographic factors that achieved significance 
were community location and re-election of board 
presidents after defeat. Community location was 
desoribed as good (or not isolated) in more cases in 


the low turnover groups than in the high turnover 
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groups. Re-election of board president after they 
had been previously defeated ocourred nore often in 
the high turnover districts than in the luw. One 
performance faotor was significantly different. In 
the high principal turnover group, nore principals 
left their jobs in years of losing football prograns 


than in years of winning prograss. 


Sumcary of the Results in Terns of the Literature 
This study investigated the amount of workload 
and support personnel in the two groups as a possible 
factor contributing to the amount of turnover 
experienced by the districts. One area proved 
Significantly different between the two groups and 
several others produced results that were notable. 
Workload and support personnel 
Districts where the superintendent had an 
assistant had lower turnover than those that did not. 
The superintendent results were not consistent with 
Pesearch concerning centralization is organizations, 
Organizational researoh determined that 


centralization was a negative correlate of turnover. 
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Table 5.1 Sumnery of Statistical Test Results 
omparison groups 
Organizational factors Superintendents Prinoipals 


Presence of assistanta ts 
Superintendent serves eas 6 
prinoipal 
Perception of teacher \ eee 
relations 
Salaries 
Actual teacher 
Perceived teacher 6 ae 
Actual administrator 
Perceived adninistrator @ oe 


eno 8 fagtors 
Enrollgzent 
Comnunity location eee « 
Board president turnover 
Re~election of board bd 
presidents 
(after being defeated) 


Ferformance 


Competency tests 

Perceived acadenic 

Pootball wins per year 

Principals leaving in ® 
winning or losing years 

Perceived co-ourrioular 


98 «2 Significant difference at .01 level 
6 as Signifioant difference at .05 level 
® m Significant difference at .10 level 


More assistants would decrease the amount of 
centralization and thus should increase turosover. 
This was not the case in the results determined for 


auperintendents in this study. There was no 
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Bignificant difference in turnover between schools 
that had arsistant principais and those that dis not. 

Also related to centraliration was the pumber of 
attendance centers and nunber of communities with 
attendance centurs. The results of this study were 
in agreement with the literavure in this ares. The 
t- wariebles showsd nore cortralization in the low 
turnover districts then in the bigh turnover 
districts. 

Workload was not a subject addressed in the 
turnover literature but it did prove to be an area of 
difference between bigh and low turnover groups. The 
difference did not occur with “he actual amount of 
work expected, rather it was with the attitude of the 
respondent in the different districts, Principals 
and superintendents from the low turnover group 
expressed their attituce tovard vorkload in positive 
terns whereas the high turnover group menbors either 
Gid not mention it or vere concerned with negative 
aspects of the job. 

The presence of assistants has already been 
mentioned as an aspect of centralization. It also 
impacts the workload ofr principals and 


Superintendents. The difference between 


13 
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auperistendent groups was significantly different but 
the difference betveen principsi Broups vas sot. 

One workload area that was mentioned by 
superintendents was having to serve Siaultaneously as 
prinoipal. Tbe number of ooourrences is the hagh 
tursover districts was nore than in the low turnover 
cistricts The difference was significant at the .10 
Level. 

Aw aSpect sf school districts that was nentioned 
with regard to centralization, and affects workiosd, 
was numbor of attendance centers. Districts in the 
high superintendent turnover gsroup bad nore 
attendance centers. This was mentioned by 
superintendents as a problem with vorkloaed. 

Several studies in the turnover literature 
fooused on some aspect of tategration and 
Beatisfaection with co-workers, svudordinates, or 
superiors. Satisfaction with others in the workplace 
wasea signifioant predictor of turnover in the 
Literature. This vas also true in the school 


districts dnvestigated in this study. 


Zescobor/administrator relstions 
Teacher/administrator relations vere an sapact 


of integration that were found to be different tn the 


rT) 
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GOsparison groupe at the .10 Level. PFPriscipals acd 
superintendents to high ternover districts perceived 
problens witb relations significantly sore often then 
thoze in low turnover districts. 

Fultz‘s (1976) researob determined that lack of 
teacher respect for the superiatenéent was a cause of 
tursuver. Lack of respect could be related to the 
POOr relations presest io the bigh turnover 
Gistricts. 

Sobool boards 

Research conducte4 dy Fultz (1976) found weak 
repport with the board to soatribute to 
Superintendent turnover, This was supported by the 
fect that superintendents from both bigh and low 
turnover groups mentioned the necessity of @ good 
board. 

Regotistions 

The presence of a strong union asd tbe 
Giffioulties involved with negotiations vere often 
discussed in conjunetion with the status of teacher 
relations. Cotton and Tuttis (1986) found the 
prepence of en industry union to be a prediotor of 
tursover of yuaion menbera end potential union 
spenbers, They did not study turnover of their 


supervisore. The tescbora' saasoeliation and 


p ae 
op | 
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HSgctiations were mentiosed by aduieistrators as 
potential problems that could lead to tursover. Io 
one Cistrict, it was a prinary cause aceordisg to the 
principals «30 bad left. Only one sdministrator felt 
that negotiations bad decreased tensions between 
feschera and aduinistrators. 

Negotiations vere nezstioned by Fultz (1976) is 
his reseaareb. He determined that for a 
euperintendent to be & poor negotiator could lead to 
turnover. Being # poor segotiator could alaco lead to 
poor relationa and problems with negotiations, 
iziaries 

Salaries vere another aspect of the orgsnization 
that were promisent in the turnover research, This 
study found so significant differesce between the 
g:oupe with resard to actual se.ary. While tbe 
average salaries for adwintstrators is the low 
turnover group vere higher tn three of the four years 
studiec, the differences were sot significant due to 
the Lerge variance in dots groups. 

Administrator's perceptions of their ssilaries 
did oot hold with the statiatios) analyate of their 
eetuel salaries. Principals its the low tursover 
group ranked their salaries differantiy (higber) thar 


those in nigh turnover groups pignifiecantiy sore 
zi 


ne 
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hwee (p>."0). Superintendent pereestions were 
siniler to principals. Thenae results were supported 
Sy the Findisga of Notowlido (1983) asd Barto} 
(1979) tm their research on the tnportanes of 
#atiafaotion with pay. Tae low turnover 
acuinistrators ranxed their pay levels bigher even 
bough they msy sot have bees. This apltea that 
they vere experieneiag nore aatiafaetion With pay 
then those if the Bigb turnover ¢fetriete. 

Teacher aalseries vere also ipvyeatigated is tbhia 
atudy and similar renultea were odteined. Teacher 
Baleries were higher in the low turnover districta 
Sut the sifferenses were sot 2aPrge VBovgh to de 
sigeificant. 

Superintendent perceptions of tescher ssleries 
Were signifiesntiy different at the .10 level, 
Differences for pripeipal's perceptions were slso 
sigoifiesst st the .10 Level. The e€ministretors in 
the low turzover districts perceived their teacber to 
be paid better than those if the bigh turnover 
CLatricts. 

Eerolimest 

Borollment wes Laveatigeted ea a seacure of 

orgecizationsl size sad fluctuatios. There were so 


Cifferances datwees the two Aroupa With regard to 
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RER® OF €8roliiment fluctvatiog. Tre ezistiog 
literatere regeréing orgasiaetions! sice Wee got 
eoseleaive. Buriingene (3977) and Bisegore (1982) 
eortendéed that the relationship was curvillveseer, with 
Burifagens's contestion being rooted in research on 
Soperiniestenta. If thia were the cene the lack of «@ 
Sigeivicant divferesce im thie diasertstion's reagiie 
eOulé Se due to controle placed on tbe size of the 
aanplie Claetriets. 

Stability and sverage daily attendasce vere 
eatabdliahed as predictors of inowunbent defeat ead 
therefore superintendent tursovrer dy Velden (1976). 
This Wes cot supported by this atucy. Fultz (1976) 
identified enrolinzent aise es s& feetor te 
superintendent turnover but cooly isn districts of « 
particular (large) size. 

ELBPeSi ad statue 

L Gemograpbhic oberaecteristic of scteol Ckatricts 
that wae different for the tvo Groups was finaneital 
etatus ap neanured dy wealth par pupii. The 
Cistricts im the bigh prizeipal and superistondest: 
turpoter group bad sore vealth per Pupil tdbao those 
28 Ube low tursover diatrictse. Teie wee te cosfliet 


with Pfeffer asd Moore's (1961) reasareh that 
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Celermined terzoter to be leas wher resources were 
*slack*, 

Two studies 28 Ube Alteratere found two 
eifferent FTineseial sessures were related to 
tersover. Seritegaze (1977) sdentified perepupil 
valuations #8 @ possible predictor of taraover, 
Berger (i984) feand perepupil expenéiture was «£ 
precictor of lergover in €lairietes with sesrotinest 
Ceciise. 

Gousvpity gharactertaticos 

Atotber denograpbic verisdle thet was 
saveatigeted wes lecation. A sigeificent sifferesce 
wea noted for both suparintendente and privnoipale 
perceptions in this ares. Thies wae onsaistent vith 
Pettren’s (1973) research on envirorzente) facts that 
reiate to turseorer. Be found geographic locaetios te 
Se @ Higuifiesst pratietor of tureover. 

The concept of loestion siseo reletes to the 
iiterature in the area of integration. Prisnotpaia 
4e¢ avperiotendenta described locations in terwe or 
the degree of isolation, with sore laolsted gcneraiiy 
Saplying @ poor location. Dateber’s (1983) reevites 
eopecerosing informal networks could de wsed to 


partlaliy explate the problem of feolatios. The sore 
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hachated a Glatriet te, the Lesa Opporivearsy Tor 
sofornzal setworke. 

Yovueg (3988) sad Bawghey end Nurpdey (1983) 
atreased the isportance of isterperasonal 
relationships with collesgues esd peers a8 «@ 
ceternizstes of satiefection ané tursorer tz etvuoatios 
aetticgs. Seelz, & wore tsolsted leeaetion wevie 
Limit the cbhascaa for aueb contact fer priseltpaiea er 
euperiotenderts sad their tree peera (Cotber 
Pritcipelia and superieter*ente). 

& final content: a regarding Location aé 
dacietion as it relat 2 turnover wae offered by 
Suite €1984}. Bar sotelvasion vas thet 
auperintendenta move to Ghatricta that "£10" thes 
vetter. ThLse eas supported by tke priacipels azs¢é 
auperiatendents deserintions of eonnveltioan ip thie 
stedy. Low tursover sadaliaistrators ceaertzed their 
CORBUSLI Les In gsoeltive terss is tre Sejority of 
canes and spoke of bow sucb they Liked their 
Locations it a aignificest suaber of ceases. The 
Cpposite was trues of adniziatraters free vigh 
tarpover ¢ietriote,. 

Berger's (198%) reseered or diatricte wit 
detiigiog eprollussts supports comsusity relations 6 


&® predictor of turnover fer euperfLatesdentes. 
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Administrators from both high and low turnover groups 
in thia study acknowledged the importance ofr having a 
good matoh between person and community. 

Extensive research on community unrest and board 
turnover has been conducted or reported by Iannaconne 
and Lutz (Iannaconne & Lutes, 1969; & Luts & 
Iannaconno, 1978). Board president turnover nas not 
Significantly different between tho high and low 
turnover groups. There was a difference in tho 
number of times that board presidents wore re-eleoted 
to the presidency after not’ serving for at least one 
yoar. This was an indication of some fluction in the 
power structure in those boards in which it ooaurroed. 

The importance of inoumbent defeat was also 
stressed by Jannocanne and Luts. This importance was 
montioned by only one superintendent in this study. 
Perfcrmance 

The final area of investigation in this study 
Was performance. Competency tests showed 
consistently higher results in the low turnover 
distriots but the difference was not Significant. 
There was no significant difference in the way 
administrators perceived performance in their 
distriots. Administrators did believe that this area 


could be very important to turnover. 
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Co-~ourriocular performance was assessed by 
perceptions of administrators and football records. 
Ho signifioant differences were found in this area 
either. One measure, the number of prinoipals that 
left their jobs in years of winning football reoords 
VOrsua those who left in years -f ljoping seasons, 
achieved significance at the .10 level. Thus sore 
prinoipals may leave when the teams do not do well. 

Adninistrators placed sone importance on this 
area indicating that good co~ourriocular prograass 
could lead to better all around years. Their 
assessments of performanoe in their districts vere 
not significantly different. Administrators fron 
both studies related the contention that over 
emphasis of an activity could lead to problems and 
were a potential oause of turnover. 

Although firm/company porformance was the 
subject of extensive researoh in the turnover 
literature, the results wore inoonolusive. The 
importance is validated but the relationship is 
difficult to establish. Miskel and Owens (1984) 
found no support for school effectiveness and 
administrator turnover. 

Individual performanoe was also addressed in the 


literature in a way that relates to this study. 
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Wagnor ot al. (1984) and Jaokofaky (1984) anticipated 
that turnover could be predicted from individual 
performanoe® and occurred at different rates for 
different levels of performance. This theory oan be 
used to clarity some of the responses given in this 
ntudy. 

In the high turnover distriaots, one of two 


reasons was frequently givon for the high rate of 


turnover, Five districts with high prinoipal 


turnover had inoompetenoe of past adninistrators 
given as a cause of the bigh turnover at least once. 
Seven distriots that had high Superintendent 
turnover and four that bad high prinoipals vere 
desoribed as good training grounds from which good 
poople went on to better Jobs. 

These results tend to nesh vith Jackofsky's 
contentions. Good administrators were attracted to 
the training ground districts and only stayed ir they 
vere extremely satisfied with the conditions of 
employment there. Poor or inoompetent administrators 
vould have the highest turnover rate and it would be 
the least affeoted by satisfaotion vith their 
position as they would be pushed out of their jobs. 


The question left unanswered by this researoh is what 
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diatinguisbes a "training ground" district from a 
distriot that attraots inoonmpetents, 

Some explanationa vere touched upon by 
administratora. Poor soreoning by the board, 
Salaries, looation, and poor hiring practioes were 
Sll possible causes. Fultz (1976) oupported tnia 
Vben he listed board candidate review as a predictor 
of turnover. 

The contentions of Jackofsky (198%) were similar 
to the contentions of Carlson (1961) that were built 
upon by Burlingame (1977). Three categories of 
Superintendents were delineated, Placobound 
superintendents were notivated to atay in the 
position that they held. Thia category defines the 
low turnover superintendents and prinoipals in this 
atudy. Career-bound superintendents noved from place 
to place to inorease their salary or Prestiga. 

This second category, oarcer-bound, vere furtber 
broken down into place holders and those that noved 
from job to job in a horizontel fasbion. Only two or 
forty-three superintendents in this study noved 
vertically to jobs with sore prestige or better 
salaries. , 

The place holders would explain the 


administrators in this study that noved fros 
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Gistricts of sinilar oize to districts of similar 
Bize. The career-bound adminiatrators would be those 
Who Were employed in the "training ground districts" 
that moved on to better jobs. Again the unansvered 
Question of why certain districts attract the 
Gifferent types partially remains. 

Uses for the study 

The results of thig study oan be applied to 
Small achoold districts in two ways, First, from the 
porspective of administrators who are oither seeking 
enployment or are currently esployed and aecond, to 
employers who are seeking to change the anount of 
turnover by their superintendents or bigh acbool 
prinoipals. 

Administrators can une these results either to 
analyze current or future turnover possibility in 
their current positions, or to assess the turnover 
possibilities of employment opportunities. In making 
these analyses or assessnents, several findings of 
this study can be used. 

In the area of organizational variables, 
adwinistrators should look into workloed and presence 
of support personnel. Workload is particularly 
important to superintendents from the perspectives of 


the number of attendance centers served by the 
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Gistriot and whether or not there was the requirement 
of serving Simultaneously as principal. The presence 
of an a@paietant auperintendent wae isportant to low 
turnover for superintendents but anaietant principals 
were not important to low turnover for high achool 
prinoipais. 

Another organizational variable that should be 
analyzed ia that of the status of teacher relations. 
Low turnover district administrators perceived better 
then average teacher relations significantly nore 
often than low turnover diatriota. This indicates 
that an adminiatrator intereated in long tenure 
should make a priority of teacher relations. Thia 
extended into the administrators' porceptionsa of 
tesaaber salaries. Low turnover adninistrators! 
pero:ptionsa of teachor selaries in their diatriota 
were better then those perceptions in high turnover 
districts and schools. 

A final aspect of the organization that bears 
mention is that of adnuinistrator perceptiona of their 
OVD salaries. Those adninistratora who perceived 
their salaries as above average vere sore often fron 
low than high turnover districts or schools. Their 
were nO sSignifiorsat differences between actual 


salaries in these districts. These results imply 
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Gietriot and whether or not there waa the requirement 
of perving simultaneously as prinoipal. The presence 
of sp asoiatant superintendent wae inportant to low 
turnover for superintendents dbut assistant prinotpals 
wore not important to low turnover for high school 
prinoipalia. 

Another organizational variable that should be 
analyzed is that of the atatus of teacher relations. 
Low turnover distriot administrators perceived better 
than average teacher relations aignifioantly sore 
often than low turnover diatriots. This indicates 
that an adminiatrator interested tn long tenure 
should make a priority of teacher relations. Thies 
extended into the administrators’ perceptiona of 
teacher salaries. Low turnover aduinistrators! 
perceptions of teacher salaries in their distriots 
were better than those perceptions in bigh turnover 
diatriocts and schools. 

A final aspect of the organization that bears 
mention ia that of aduinistrator perceptions of their 
Ovo salaries. Those administrators who perceived 
their salaries as above average were sore often fron 
low than high turnover districts or schools. Their 
were no significant differences between setual 


Belaries in these districts. These results iaply 
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that satiafaction with pay ta an taportant aapeost of 
40ng Csnure for schoo} sdministratora. 

A demographic variable that had a high level of 
Signifioanos for aduiniatratora ves perception of 
oommpunity location. Adminiatratora that liked the 
teooation of their employing diatriet were sore 
prevalent in low turnover dietrietsa. This indiostes 
that those adminisatcatora who are looking for an 
extended tenure tn a district should give strong 
conaideration to whether or not the diatrict location 
moets their individual needa. 

Board atability aa indicated by ra-eleetion of 
board presidente after defeat showed more inatedility 
in districts with Bigh superintendent turnover. 
Board leaderahip atability is a factor that abould be 
considered by administrators attenpting to assess the 
turnover potential of @ position. 

A final desograpbio variable that was different 
for the tvo groups vas vealth per pupil. Althbougs 
Superintendent and prinoipsl perceptions of finsneial 
atatus were not different, vealth per pupil vas 
bigher ip high turnover districts than low turnover 
Giatriots. This would seem contrary to popular 


beliefs that richer districts are more attractive, 
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Ferformance measures Investigated by thie atudy 
Bhoved Osly¥ On6 Significant difference (.10 Seve) 
belwesen the tvo groups. Aeademio and co-curricular 
performance levels were not important to turnover 
secardéing to the Findings of thie atudy. 

Raplayera iplereated {6 applytsg the Feruite of 
thie atudy to their dtatriote should look for 
characteriatios of thelr diatrictsa that fit with 
those of the different groupe in the atudy. Theas 
reavlte could beat be applied by a district looking 
for waye to decresse turnover. 

It ie iwportant to consider individvuels being 
eopsidered for enployrent vber attespting to vee 
these results. This atudy was baned upoos the 
perceptions of avperintendents and principals, then 
aubatantiated dy setuerial data where poasible, 
Todividual-orgapizatiosal fit te isportant to 
formulazation of perceptioss. Therefore, individuals 
being considered ehould be looked at in terms of 
their perceptions or probable perceptions of the 
characteriatios of the employing diatriote. 

Variables that proved sigaificoantiy different 
ané that could be considered by euployers vere 
presence of asaistants (superintendents enly), 


superintendent serving a5 prinoipel, perceptions of 
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Leather relations, perespttoma of teacher ane 
admiatetrator salartes, community Jecation, re. 
election of board presidents (auperiptecdents ashy), 
ond wianteg Gr loatoa foottell seanona (prisetpaia 
ondy). 

The abhote listed vertsbies daa asi be é@ireetly 
Ranlpulated by ewployer except CON BURLY location, 
reseelection of board presetdents, and vwinsaisg or 
Joateag foetbal! sesaona, By ohooseisag «8 partioavlar 
type OF person, coneuaity ovation cas alec te 
manipulated. These resulta inédicate that factora 
Rhat contribute to Buperiatesdest asd prinetpal 
turnover cen be ebanged by diaetricts that would tke 
£6 obange the sawount of turnover tbat tbery 


experience. 
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